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ABSTRACT ^ - ' 

This report answers four questions -posed by Congress, 
concerning the polic recruit training program in the District of 
Columbia. Information Was gathered at the policy acadiiy and at 
police headquarters through records and interviews and by Visits to 
the Cpitossion on Accreditation for Law Enforcement Agencies and to. 
three police "departments. The study's findings were as follows: (i) 
there have been chMges in trie police academy course of study and- 
academic requirements, although the academy did not document the 
changes and the reasons for them; (2) although there was little 
documentation, it appears that at least five recruit termination 
recommendations were overturned by officials above the director of 
training level; (3) police academi Instructors are^ selected through a 
formal selection process and receive both classroom and on-the-job 
training; and (4) a process exists for the police department to 
acquire accreditati^ for its training academyr. and other; ^ayenues for 
the process may al^b be available. (KC) 
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United States 
General Accounting Office 
Wasluni^n, D.C. 20548 

General Government Division 

B-237051.2 

May 24, 1990 

The Honorable Dean A. Gallo 
Ranking Minority Member 
Subcoimnittee on the District 

of Cplumbia, 
Committee on Appropriations 
House of Representatives 

Pear Mr. Gallo: 

Your March 24, 1989, letter asked us for information concerning the Dis- 
trict of Columbia's police recruit qujdifications and training program. In 
an earlier repoft,,we addressed four quesftions cpnceming the entry-level 
poUce examination, changes in recixut qualifications, and examination 
scoring.' On October 4, 1989, we briefed your office on the status of our 
work on the remaining questions. At that timej we agreed to provide you 
with a written report covering the questions discussed at that.briefing. 

This fact sheet addresses the remaining issues. The material in this 
report reflects the program's operations between August 19i82 ahd earlv 
1990. - e. 



In addition, we are providing the specific information you originally 
requested about changes made to and the.results of the police entry- 
level qualification test administered by McCanri Associates, Inc.:The 
McCann test is the entry-level police examination used by the District of 
Columbia Office of Personnel for selecting potential recruits for the Met- 
ropolitan Police Department (mpd). 



We addressed your specific questions as f 

1. Have there been changes in the police academy course of study and 
academic requirements? 

Frequent changes have occurred in the academ- ^urse of study and" 
academic requirements, such as the number of > :-s of instruction and 
the number of examinations recruits are required to pass. Some of these 
changes have been documented, but we found that the academy did not 
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gehersflly keep records accounting for all changes in recruit training arid :] 
performance standards. (See app. I.) 

2. How many recruit termination recommendations have been over- 
turned by officials above the Director of Training level? 

The absence of academy documentation regstf ding termination actions 
agaiiist recniits prevent(wl us from inde^ - > 

ber of such actions disapproved by mpd officials above the Director of 
Training level. According to the former Director of Traming, a termina- 
tion recommendation can be disapproved by the Administrative Services ^ 
Officer prior to any action by the Chief of Police. Former and current ; 
Adnuriistrative Services Officers said they hs^^^ 
deiriic termination recommendations. Academy officials and mpd records 
confirmed that in September 1988 the former Chief of Police disap- 
proved five termination recoriimendations by the Director of Training. , i 
We were unable to determine the basis for the former Chiefs decision : 
because we could not find any documentation and.he declined to discuss : 
the rationale for his decision. (See app. H.) 

3. How does the police academy select and train its instructors? o 

Academy instructors are selected through a formal selection process and 
receive both classroom and on-the-job training. The formal training con- 
sists of a 40-hour Instructor Developmental course. New instructors also 
observe niore experienced instructors for 3 to 6 weeks prior to teaching. 
In addition academy officials are deyelopiiig an instructor certification 
program. (See app. HI.) 

4. How could the Metropolitan Police Department proceed to acquire ? 
accreditation? ; 

The five-phase accreditation process begins with a law enforcement . 
agenqr^s application to the Commission on Accreditation for Law ' 
Eriforcement Agencies, Inc. Once declared eligible, the^agency submits a 
profile qu^tionnaire describing its organization and management. The 
agency then provides documentation confirming its compliance with 
accreditation standards, and the Comihissipn does an on-site assessment 
to verify agency compliance. On the basis of the assessment team's 
report and recommendation; the Commission either awards or defers 
accreditation. Officials from accredited police departments we visited : 
diescribed many benefits to being accredited, including the containment . ' 
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of liability insurance costs, miEroved management resultij^ from docu- 
menting all.ppiicies and procedures, and the deterrence of litigation 
against the departments. (See app. IV;) 

Besides atddressing your specific questions, we also compared the 
McCann tests across years, as administered to each group of applicants, 
to identify changes to the test questions since 1981, We identified six 
changes to the test from the original 1981 version to the present. We 
consider these changes minor in that they were made to correct spelling 
or to reword phras^ fpr clarity. For exaiinple, "moUstache" was 
changed to "mustache" and "assume not a one-way street" was changed 
to "assume is a two-way street." 

More detailed information on each question is m appendixes I through 
IV. Specific information oh McCann test results is presented in appehdix 



Objective, Scope, and 
Methodology 



Our objectives were to (1) answer the questions concerning police i^ruit 
training, (2) describe the nature of changes to the McCann test, (3) pro- 
vide information on how the MPD could proceed to obtain accreditation, 
and (4) provide statistics on the qualifications of recruits since 1982. As 
agreed with vou, we focused on the period since August 19, 1982, 
because tit )f the District of Columbia Appropriations Act. 1989 
(Public Law l()0-462) requires that the IWstrict maintain police qualifi- 
cations equal to those in effect at that date. 

Most of our work was done.at the mpd academy and at headquarters in 
Washington, D.C. To find any changes in the course of study and gradu- 
ation requirements, we interviewed the training staff at the academy 
and reviewed pourse syllabi, grade sheets, and RecruitiOlficer Hand- 
books; We coiild not document all changes because pi^i^ time 
of our review were not always aware of past changes, nor could acad- 
emy personnel provide us with records of the changes; 

To research the accreditation process, we visited the Conmiission on 
Accreditation for Law Enforcement Agencies, Inc., in Fairfax, Virginia, 
and three police departments^ the Hbuston, Texas, Police Department; 
the Connecticut State Police Depai Unent; and the Glastonbury, Connecti^ 
cut,;Police Depariiiier.t: We selected the Connecticut departments 
because one.is approximately the size of mpd while, in contrast,~the other 
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is a very small department, and both weire ainong the first to be accred- 
ited.vWe selected the Houston PpUce Department b^ 
iriately the same size as the mpd and is one of the two ms^or city 
departments to have fc^n accredited. At your request, we also visited 
the New Jersey State PoUoe Training Aca^^^ 

to verify what changes were made to the McCanh Exsunination ESV- 
100, we visited McCann Associates, Inc., in Langhome, Pennsylvania. In 
the presence of the president of the company, we compared the original 
examination with each succeeding examination. 

Our work was done between October 1989 and March 1990 using gener- 
ally accepted government auditing standards. 



Agency (^mments aiid Our 
Analysis 



In commenting on the draft report, the Chief of Police found that a riiun- 
ber of ourfindirigs paraUel his independent review of the recruit train- 
ing program. He particularly agreed with our concern abbut the past 
lack of documentation in recruit trsunirig. He also listed a series of 
actions mpd has initiated to improve the recmit training program. ' . 

Howevcr,4n regard to accreditratipn, the Chief said, that while the report 
accurately oiitUhes one way a murucipal police agency might acquire/ 
accreditation, he emphasized'that this is not the only way. He also set 
forth other initiatives he intends to pursue to improve the quality of mpd 
and its members including '^tablishing a police-officer standards 2md 
training certification progrscm; establishing certification programs in 
specialized skills, such as recruit training instruction; giving college 
credit for completion of the recruit training program^improv^ng^ 
level standards; and improving the education level of current employees.. 
These mitiatiyes may prove beneficial'to mpd operations if properly 
implemented: As agireed with the Subcommittee; the sc^^^ review ^ 

was limited to describing the steps in the accreditation process and did 
not include identifying and doing a comparative evaluatiph of alterna- 
tive methods. We did not intend to imply that accreditation is the only 
way that the quality of a police department can be improved. 

The Chief also said we had been incorrect when we said the official mpd 
jposition regarding the comprehensive final examinations for recruits is 
that they are not necessary. In the absence of a written policy statement 
providing the rationale for discontinuing the comprehensive examina^ 
tion, our statement was based on a November 21, 1989, letter to you in 



Page 4 



GAb/GGD-90^FS Police Recruit Training Program 



which the Qhief wrote that because of "refinements.to our training pror 
gram we believe that a comprehensive examination is not necessary." 
However, in commenting on the draft report; the Chief said that pending 
further evalaation, MPb has iipt determined whether these examinations 
are nigcessary. The District of Columbia's response is pririted iri appen- 
dix VI. 



As ranged with the Subcommittee, unless you publicly announce its 
contents earlier, we plan.no further distribution of this fact sheet until 
30 days from the date of this letter. At that tihie; we.wiil make copies 
available to others upon request. 

The msgor contributors to this fact sheet are listed in appendix VI. If 
you have any questions, please contact me on 275-8387. 



Sincerely yours. 




% William Gadsby 
Director, Federal Management Issues 
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Have There Been Changes in the Police 
Academy Course of Study and 
Academic Requirements? 



Frequent changes have occurred in the academy's course of study and 
performance.standards since August 1982. The hours of instruction 
recruits receive have ranged from 294 to 880, and the subjects of class- 
room training, while seemingly consistent over time, hav'^ been reorga-' 
nized continually. According to the Direttor of TYaining, additional 
changes have occurred in the number of examinations for academic sub- 
jects, the policies on comprehensive examinations, and the number of 
examination failures permittjed prior to a recommendation for termina- 
tion from, the pro-am. 

According to the Director of Training, numerous changes in recruit 
training and performance standards have occurred, but mpd cannot fully 
document them. Key records needed to account for all changes and to 
provide the rationale for the changes have not been retained. 

One academy of ficial attributed the changes to changing Metropolitan 
Police Department (mpd) priorities, the bix)ad discretion available to 
class instructors prior to early i989 to modify the pace of instruction, 
the periodic interpretation of recruits' on-the-sti'eet training events, 
such as demonstrations, arid the discretion the Director of Training— the 
top academy official — has to change the program. 



The Current Recruit 
Training Program 



The training program's objective is to provide recruit officers with the 
job-related knowledge and skills necessary for service in mpd. The courise 
of instruction and the recruit performance s;:andards applicable to a 
given class are communicated in a handbook and syllabus covering that 
class. The Recruit Officer Handbook communicates the policies and some 
general rules of mpd. The syllabus presents the course content of the 
recruit training pr(^ram These documents are subject to revision before 
each dass by decisions made by the Director of Training in consultation 
with his top officers. 

The current program duration is 653 hours and includes both specialized 
and academic classroom instruction. The specialized segment of recruit 
training covers blocks of instruction, such as physical training and self- 
diefense, use of firearms and vehicles, and administering cardiopulmo- 
nary r^uscitatioh (CPR). Recruits must physically demonstrate their 
proficiency in these areas. 

The academic training covers snch blocks of instruction as th e D;C. 
Code; laws of arrest, search, arid seizure; municipal regulations; han- 
dling property; and report writing.:Recruits must demonstrate their 
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mental proficiency through 14 examinations. Recruits are expected to ' 
maintain a cumulative 70-percent average on the 14 tests, not fail more o 
than 2 original tests, and hot fail more than 1 remedial test for any origi- 
nal exam. Failure to meet these academic requirements may lead to a 
recommendation for termination from the Director of Training. 



The academy has not maintained the records necessary to account for 
all changes in the recruit training program since August 1982. A com- 
plete accounting vi^uld reqmre a review of all course syllabi and recruit 
handbooks for each class. However, we were able to obtain only 7 syl- 
labi and 4 handbooks for the 46 recruit classes held during this period. 
We found no handbooks or syllabi dated earL^r than December 1985. 

The academy also has long recognized the serious nature of its problems 
in documenting changes in recruit performance standards. In an April 
16, 1985, meffiorandum through the then mpd Administrative Services 
Officer, the Dirfxtor of Training at that time stated that: 

"The Recruit Of ficer Training Program Academic Performance Standards employed 
by the Training Division since 1981 have unofficially changed with the printing of 
each Recruit Officer Handbook. The Inconsistency with which we have employed 
such standards has led to operational confusion and pl?.ces the department In an 
indefensible position should we be called upon to defend our practices." 

Because the academic performance standards in effect for each class 
were not always approved by the Chief of Police and thus made official, 
confusion over qualification requirements arose. For example, on April 
16, 1985, the conflict between official and unofficial academic perform- 
ance standards led the Director to conclude that he had no alterriative 
but to graduate two recruit officers who had failed three examinations. 
These recruits would have been recommended for termination under the 
unofficial standards in effect for their class, but they were within the 
official standard of four failures, which had not been changed since 
1981. 

D^pite the lack of complete records of changes in the academy pro- 
gram, we used available records and discuissions with the former Direc- 
tor to develop information describing the nature of the changes in the 
recruit training program.. 



Chaiiges in Rec^ 
: liaining Are Not Fully 
^ DcK^umaited 
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Hours of Listruction 
Have Changed 



Information provided by mpd based on weekly classrooin schedules 
msdntained by the academy shows coritinusd fluctuation in the hours of 
instruction recriuts received. They ranged from 294 to 880, as shown in 
figure IJl..However,\we coidd find little documentation to explain the 
changes; The Chief of PoUce said in written comments that the hours of 
instruction ranged as high as 960 hours (24 weeks). 



Figure Hours of tnstnictiori ior Police Academy Recruits, 1982-89 



"900. 'Niiinb#rof Hows ' 




1«W 1«M 1^ IMS 19S7 IMS IMS 



. Shortest TraininQ Class h a Year 




I Longest TraininQ Class In a Year 
Motti Hours for all TraininQ Classes In a Year 



Note: Four to eight training classes occurred each year varying in the number of instruction hours per 
class. 

We did find documentation for a portion of one recent reduction in the^ 
instructional hours in the training program. Between July 16, 1987^ and 
March 22,. 1988, 224 instructional hours were eliminated (from 817 to 
593). The elimination of on-duty remedial training and field trips to the 
D.C. Corporation Counsel Office, .U.S, Attorney,.and D.a City Councii 
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Aqideniy Course of Study and 
AaHdemic Requirements? 



led to a reduction of 138 hours* These changes occurred because infor- 
mal recruit feedback indicated they were not usefiil. Another nine class- 
room hours were eliminated by making the recruit responsible for 
covering some subjects, suSi as metropolitan transit police and tow 
crane oi)erations, in home study. Home study subjects were still subject 
totesting. 

To obtain a inore detMed understanding of changes iii the recruit course 
of study, we compsyred tiie syllabi for four recruit classes from Decem- 
ber 16,1985, to February 10, 1989. Our comparison showed that the 
number of hoinrs devoted to academic and specialized training varied 
among recruit dasses. (See fig.^ 1.2.) 

Acadeihy ofHcials offered their opinion that the changes in the instxuc- 
tipnal hours represented no substantive change in recruit training. While 
our review of the four syllabi showed a geiieral consistency in the sub- 
ject titles covered, .we were unable to determine whether the content of 
th6 courses, as indicated by the subject titles, represented a substantive 
change in recruit training. 

The frequency of changes in the course presiantation and hours devoted 
to over 100 courses of instruction make any definitive comparison 
between classes difficult. For example, a course entitled "Preliminary 
Investigation Skills Lab" did not appear on the December 16, 1985, syl- 
labus but was allotted 24 hours in tiie July 1987 syllabus and 12 hours 
in the March 1988 and February 1989 syllabi. 
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Figure 1.2: Number of Hours of Police 



Academy Trainingby Type of Instri^^ itaterofHom 




/ / / 



Recruit Examination 
Requirements Have 
Changed 



j. ^1 MlMiQintous 
m S pscja T i zwi f raining ; 

HH OrlmMion 

Note 1:"Ofientation" consists of subjects such as 'Personal Appearance* and 'Overview of DC Govern- 
ment* and City Geography. 

Note 2:"Academic subjects" consist of subjects such as 'Rules of Evidence' and 'Affidavits and > 
Warrants'. 

Note 3:"Sp€cialized training" consists of subjects as 'Rrearms Training' and 'CPR Training'. 

Note 4:"Miscellaneous" consists of fteki tnps to places such as Police Headquarters and D.C. Superior 
Court. 

The number of examinations administered to cover classroom instruc- 
tion has changed greatly over time. From 1982 throu^ 1989 the number 
has ranged from 5 to 21. (See fig. 1.3.) 
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Figim i.3: Minimufn, Maximum, and MocM Number of Examini^idhs for TraMng Cyctes, 19K*S9 

-n- 
ir 
If 

14 

12 




YMr 



]].vlMiMnNunr^ 

I tlMrfnfMnNj!*tfof&amt 

I IMKNumbtrofExanr 



Note 1 : Data cn number of examinations were not available for all tranlng cycles in 1 962, 1 963, and 
1984. Data were avaitable for only one.tra'ning cyde in 1963. 

Note 2: Ihe modal number of examinations is the most frequently occum'ng number of exams in a given 
year. 



As the number of examinations changed^ so did the number of examina- 
tion failures permitted before recommending termination. Before May 
1989) the academy examination reqtiiremerits included an examination 
at the conclusion of each unit of study, for example **p.C. Code," and 
remedial examinations for each examination failed* However, the acad- 
emy has consistentiy placed liAits on the number of permitted failures 
of both original and remedial examinations. Since 1982, from two to six 
examination failures— induding reme(pal examinations — ^have been 
grounds for recommending terminatioiu These variations are presented 
in figure 1:4. 
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Have Thare heta Cluuiges in the Police 
Academy Coiine of ^ 
ActdraicReqaireinents? 



Figure 1.4: Number of Examination 
Pai*iirM lytaiy Result a 
RecomiiieiMMibri of Termination From 
.Ihe Police Academy/ 




^ ^ tim* - - ■ * itiM II 1 1 II 1 1 ■ -- - - ■ 

MM inm3N«naMUSOTOT« wlnClMiy RipMnwi^ 

Note 1: The January 1981 and October 1989 standards refer to original examinations only. 

Note 2: The May 1985 and November 1985 standards include both original examinations and remedial 
.examinations. 



Since August 1982, the academy also has followed different practices 
regarding the use of comprehensive examinations at tiie end of the 
recruit class. Comprehafisive examinations were intended to measure 
what ttie recruit retained from the academic program. According to the 
Director of Training, the comprehensive exairdnatioh was introduced, on 
a trial basis, in i984. FVom iSeptmber 1985 through March 1988, comr 
prehensive examinations yjere administered to recruits and counted 
toward their academic recprd[s. The former Director discontinued the 
use of tiie comprehensive examination inX)ctober 1988, 

We found no written policy statement providing the rationale for discon- 
tinuing the comprehensive examhiation. We did, however, find a Novem- 
ber 1989 letter signed by the Chief of Police stating that a 
comprehensive examination was not necessary in lightof efforts to 
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shorten the recruits program and integrate various subjects to give stu- 
dents a more systematic approach to training. Subsequently, in com- 
mentiiig on our draft reportj the Chief of Police said that pending 
further evaluation, mpd has not determkied whether these examinations 
are necessai^. Our aiudysis of recruit performance on the comprehen- 
sive exsmriination'showed that a miuch larger percentage of recruits 
failed the test in their first attiempt in 1988 (39 percent) ihan in prior 
years. (See fig. l,5r) - 



Figiiffie U: Peroehlage of Police 
Acadmy Recniits Passing and Failing 
INia CompralMM^^ &aintnatipn on tfio. 
First Attofn|it _ , 



Explsmati^ 
Changes in Recruit 
Training 




[_J,F«ltedExam 
mm PjoMdExarh' 

Note 1: The comprehensive examination was initially given to recruits in 1984. 

Note 2: The comprehensive examinaljon was last administered to recruits of training cycle 2 in 1988: 

In the absence of academy documentation for changes in the recruit 
training program, the former Director of Training offered an explana- 
tion of the factors that influence the program. He said the course of 
study is subject to continual change to encompass such routine events as 
revisions in the D.C, Code and new court decisions. Changes also arise 
from suggestions frorai the academy staff on how best to present subject 
matter. 
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In addition^ the former.Director of fe^ other reasons for changes I 
since 1982. These were (1) changing priorities within the mpd; (2)Jhe , 
decentralized i 
whidi gave considerable 

pace of instruction; (3) the riieed to use recruits to respond to external 
events, sudi as demonstratioris; and (4) the discretion of the Director to ^ 
make changes. 

The history of changes in the recruit course of instruction is an example 1 
of how changing priorities influence the course of study. According to 
tlie former Director of Training, the Chief of Police d^esired to get 
officers on the street as quickly as possible tb respond to crime emergen- 
des. In resix)nse,.the former Director initiated a review of the recruit / I 
curriculim^ shortly after assuming omunand in January 1988. the 
reviw objective / 
recniits to seiye ais p^ 

reduced by 226 hoursi Sudi activities as field trips land classroom reme- : 
dial trainihg time were elii^ ^ . { 

The second factor contributing to the changed w^ 

teaclimg method employe^^^ the academy from February 1981 until 

JW[ai;ch 1989. During tife period, a sei^eant and two of ficers were ! 

responsible for guidinjg a class through the academy, including teaching :i 

all a<^emic subject matter. The Director said that the inistructors had 1 

consideral)le:dis(^^ in tiie pace they set in moving recruits through 

I the academy. For example, tiie pace at which .cert;ain subject matter was ] 

taught coiild be affected by bbth i^ with the topic 

and ability of the dass to master the subject. { 

A third factor affecting the hours of class instruction was the require^ \ 1 
ment that recruits respond to external eyents. Academy recruits are : 
used as a reserve to help desd with a wide range of events, such as dem- 
onstrations, crime emergehdes, or needs for security during visits by ' 
dignitaries. Time spent in such efforts is considered practical training 
and is recorded m the total number - 

Finally, the Director has discretion to initiate change in the recruit train- ^ i 

ing program: For example, the former Director recbminended discontihu- ^ 

ing the comprehensive examination and modifying the teaching J 
approsuch. After a ireview of the acad ' 
Director also instituted a team-teaching approach. Since March 1989, " : ' 

instructors specialize in certiain subject^, such as the D.C. Code or criitii- . 
nsU procedure. The objective is to ensure greater mastery of the subject 
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matter by the instructor than was possible when the sergeant and two 
officers were responsible for teaching all acadeinic subjects. The new 
teaching approa^ch is alsp^i^ reduce the variation in how sub- 

jects are presented to classes and how long the presentations take. As 
part ot this effort, the fornier Director established a schedule for com- 
pleting recniittraming. 

The former Director received formal approval by the Chief of Police for 
the various msoor changes he initiated in the recruit couree of study. 
The former director added, however, that such approval has hot always 
been obtained, as indicated by the concerns raised in 1985 by the then 
Director of Training about the absence of Chief of Police approval of 
some academic standards. 
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Before September 1988,cthe a^^ did not maintain records 

in its personnel files of proposed or actual adverse actions agaiiist 
recruits; However, through (fiscussions with academy officials and a 
reAaew of the cori'espo^ fUes at the mpd; we learned that the^Chie 
of Police disapproved five recommendations for termination in Septem- 
ber 1988. A recnut can b^re^ 

from the acadeiriy for such actions as academic failure; any act of dis- 
honesty, siich as thefti maldhg false stat^meiits w^^^ use of ai 
superior officer, or cheai^ examination; a^^^ the iUicit or 

unprescribed use o a narcptic or dangerous drug; Ii^ 
Tecoimnendations for tentiiiiation. The recommendations then proceed 
through the Director of Tfaii±^ the Chief of Police, who makes the 
final decision on whether to accept the recommendation. 



pirn 

£k)cumentation Exists 

oitTemu 
Actions 



According to the Director of Training, the academy does not have a writ- 
ten policy on what dpcumaitation must be retained on each recruit's 
triainihg experience. According to the Director of training, the academy 
practice before Septembei- 1988 was not to niaintain records on adverse 
actibiis agaiiist recruits. A recruit faced with a recommendation for ter- 
mination -^yas allowed tofesign without a record being kept in the file of 
the reasbn for the resignation; Further, the acadeiny kept no records on 
disciplinary actions, test results, or records of tutoring at the academy 
after each recruit ^aduated or resigned the academy. The former Direc- 
tor said that the rationale for this was to give the terminated recruit a 
fresh start. However, the former Director said that the academy policy 
has been to retain all recruit training documentation since January 1989 
so that there will be a ciear.audit trail. 



MP0K^ Five 

fennination 

- » - 

Were 6vertumed 



Because of limited documentation, we formally requested the mpd to 
report to us on the number of recruit termination actions disapproved 
by the Chief of Police since August 1982. We focused oiir inquiry oh 
actions by the Chief becauL ) the Director of Training said the former 
and current Administrative Services Officers have not rejected any ter- 
inination reconunendatioiis. The former Director, in a letter dated July 
20, 1989, reportedthat the former Chief of Police disapproved five ter- 
mination reconunendations for academic failure made by the former 
Director in September 19C3. The letter stated no rationale for the Chiefs 
action. We contacted the former Chief, but he declined to, discuss his 
rationale. 




P«l[e 20 2 ^ GA0/GGD-9(K68FS PoUce Recniit Training Pn»gnuii 



Appendiin 
IHpw BAuiy^Bedfidt 

Recommeiidatioiis Have Been Oyertonied by^ 
OfflcUIa Above the Director of 
^ . , '^^ Trainihgtevel? 



We reviewed the personnel files of the five recruits 2md determined that 
the recommendations for temiination^ failure to meet 

academic standards The recruits recommended for termination were 
retested in areas they had failed, passed the remedial tests, graduated 
from the academy, completed their probationary period, and are now 
serving as certified mpd officers. 



22 
ERIC , 



PAge2i ^ iy r\ GAO/GGD-dd^F^ Police Recruit Trai^^ 



7^1 



AppehdixIII: 



|I^)w Ddes tile Police Academy Select and Train 
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Instructor Selection 



Since April 1988; the mpd has used a formal review process to select 
instructors in which applicants are screened on a variety of factors. 
After being selected, new instructors receive both formal and on-the-job 
training. The formal training consists of a 40-hour Instructor Develop- 
mental course. New instructors also observe more experienced instruc- 
tors for 3 to 6 weeks prior to teaching. In addition, academy officials are 
developing ah instructor certification program. 



The former Director of Training began using a new process in April 1988 
to select instructors for the police academy. According to the former 
Director of Training, the new process arose from the former Chief of 
Police's concern about the lack of a formal instructor selection process 
at a time when more instructor were needed lo train up to 250 recruits 
at a time. Records were not available to document, nor could mpd offi- 
cials tell us, what formal selection procedures were used before April 
1988. . ' 

The current selection process begii^ with the posting of a vacancy 
announcement for instructors. Applicants are required to isubmit a writ- 
ten lesson plan on a predetermined topic; give a iO-minute oral presenta- 
tion; and answer 10 general questions about their police careers, 
personal interests, and reasons for seeking an instructor position. 

The cur rent process calls for a selection committee chosen by the Direc- 
tor of Training to rank applicants on such dimensions as their ability to 
determine traming needs and to plan and prepare courses and/or blocks^ 
of instruction to meet those needs; arid their ability to conduct research, 
evialuate information, formulate valid and objective conclusions, and 
present findings in an organized and effective manner. However, the 
Director of the academy can also independently conduct interviews and 
select applicants. 

Instructors were selected from two vacancy announcements in April 
1988. Selections were by a committee for the first announcement, and 
the Director independently selected for the second vacancy announce- 
ment. All instructors were detailed to the academy rather than perina- 
nently assigned because this approach facilitates reassigning instructors 
if they do not perform well. 

Recruit instructors are^required to have 3 years' service on the force. 
The police department profile data on the 55 instructors assigned tp the 
academy in September 1989 show that 71 percent received at least some 
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higher education, and 78 percent had more than 10 year:' experience 
with the MPD. Figures IILl and 111.2 show instructor profile data. 



Figure jll.l: Educational Attainment of 
inttructors Attigned to the Academy as 
of September 1989 



' Number of Instmdors 

27- 




/ / //// 



Educational Attathmsnt 
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Figurf III.2: Ytars of Police Experitnce of 
Inttructors Assignecl to the Academy as 
of September 1989 
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Instructor Training 



Instructors receive both formal and on-the-job training. Formal training 
consists of a 40-hour course on impromptu presentation, communica- 
tion, principles of learning, training needs assessment, behavioral task 
analysis, ana instriictional objectives. New instnxctors will usually 
spend 3 to 6 weeks at the academy preparing to teach a class. TTiis 
includes observing experienced instructors present course material. The 
former Director said that the last four new instructors also were tested 
on the material they were to teach to demonstrate that they had mas- 
tered it. 

Instructor performance is evaluated periodically through observation by 
a management team composed of the Deputy Director, the Assistant 
Chief of Police, and four lieutenants, or by any one member of the team. 
After such observation, the instructor is counseled on his/her perform- 
ance. Failure to improve any deficiencies could lead to reassignment. 



Instructor 
Gertification 



According to the former Director of Training, the academy is developing 
a certification program for instructors in coryunction with the Univer- , 
sity of the District of Columbia. Plans are nearing completion for a pro- 
gram for certifying physical training instructors. Plans for the 
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certification program for academic instructors include six seminars deal- 
ing with such topics as teaching adults, testing and evaluation; research, 
and curriculum development. 
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Accreditation is ia certification granted to law enforcement agencies at 
the state and local levels that have demonstrated volmitarily that they 
meet professional standards* The process necessary to acquire accredi- 
tation is imdertakeh under the auspices of the Commission on Accredita- 
tion for Law Enforcement Agenci^, Inc. The Goiranissibn was foiihed m 
1979 ilirdugh the combined efforts of four msyor law enforcement mem- 
bership associations. These associations are the International Associa- 
tion of. Chiefs of Police, National Organization of Blade Law 
Enforcement Executives, National Sheriffs' Assclciataon, and the Police 
Ebc€k:utive.Rese^u:ch For^ accreditation proce^, an agency is 
judged against a set of law enforcement standards in such areas as law 
enforcement roles/responabiKties,imd relationships; orgsuuzatiph, man- 
agement, and acb^^ and processes; and 
law enforcement operations. 



The AGcreditation 
lE^ocess 



Accreditation involves five phases, which can take about 5 years to 
complete depending on the size and condition of the agency. The accredi- 
tation phases are listed in table IV.1. 



Table IV;1: Phases of Police Department 
Accreditation 



Phase 



Acthdty 



I 



Application 



Agency profile questionnaire 



Agency self-assessment/ 



IV 



Commission's on-site assessment 



Commission grants or defers full accreditation 



According to the Commission guidance in Standards For Law Enforce- 
ment Agencies; The Standards Manual of the Law Enforcement Agency 
Accreditation Program , the accreditation process begins with an appli- 
cation to the Commission from the law enforcement agency's chief exec- 
utive officer and from the agency's chief civil authority, where required 
by local laws or policies/TTie Commission detennihes from the applica- 
tion wh:ther the agency meets eligibility standards. Eligible law 
enforcement agencies are defined as (1) legal j'^pvernment entities that 
are responsible for enforcing laws and have personnel with general or 
special law enforcement powers and (2) agencies providing law enforce- 
ment services whose eligibility is verified by the Commission. Once eligi- 
bility has been established, the agency and the Commission sign an 
accreditation agreement that identifies what is expected of each party. 
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During phase H, the agency completes an agency profile questionnaire 
providing information about its aze, responsibilities, functions, organi- 
zation, and managemait This information helps, the Commission decide 
which standards are applicable to the agency. 

Phase in is the agency's self-assessment pr^ 
describe how it complies witli all applicable accreditation standards. 
The agency is to a^emble docume^fitation to show its compliance with 
the standards and to facilitate the Commission's on-site assessment The 
Comnussion estimates that it takes an agency from 12 to 18 mpnths;to 
complete the self-assessment phase. 

Phjuse IV is tiie Commissions^ on-site a^essment, which be^ns after the 
agaicy notifies the Commission that it complies with all applicable stan- 
danls. Ttas assessment detemunes whetiierthe agehoy complies with all 
applicable standards. To conduct the assessment die Commissioh assem- 
bles a team of assessors, to the extent possible drawing officers from 
police aigeoicies of sindlar size and type to the agency uhder review. To 
avoid potential conflict of in6srest, individuals are riot to fee assignedto 
assessment teams witlmi their own states, and the agaiqy imder review 
is permitted to review the team make-up and can object to including cer- 
tain individuals. 

In phase V, the assessment team is required to submit a report to the 
Commission and the Commission is to grant or defer full accreditation. U 
the Commission defers accreditation, it provides the agency an outline 
pltiie steps riec^a^.to wrrect deficiej^cies and gain.full accreditation. 
During tliis period, tJie agency reverts to the self-assessment phase imtil 
it aigairi compU^ with applicable standards. The Commission encourages 
the agency to (X>rrect deficiencies as rapidly as possible. When the - 
agency reports that it has corrected the deficiencies, it is to be rein- 
spected in the deficient areas. At any point in the accreditation process, 
the agency can question any decisions by the Commission, ite staff, and 
its assessors. 

Accreditation is granted for 5 years. To maintmn accreditation, agencies 
must remsun in compliance with the standards imder which accredita- 
tion granted. Agencies must apply for reaccreditation before the 
end of the fifth year. An on-site assessment is required as part of the 
reaccreditation process. The reaccreditation review focuses on how poli- 
cies are implemented, in contrast with the initial review, which focuses 
on whether the iormal procedures exist. 
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Police Agency 
Experience With 
Accreditation 



To get some practical perspectives on the accreditation process, we vis- 
ited three accredited police departments: the Houston Police Depart- 
ment; the Connecticut State Police Department^ and the Glastonbury, 
Connecticut, Police Department Officials from all three departments 
were positive about the value of accreditatiph. Benefits they cited 
induded deterrence of litigation againist tiie police departments, the con- 
tainment of liability insurance costs, and improved department manage- 
ment resulting from documentation of all policies and procedures. 



According to each department,:a potential problem was that the Com- 
mission might impose arbitrary standards tivst were not appropriate for 
their jiirisdi<^p^^^ experience had shown that this was not a 

problenu ITie Commission permitted each department flexibility to idai- 
tify standards applicable to their jurisdiction and to request a waiver of 
the inappropriate standards. 



Department officials could not tliink of a current viable option to 
accreditation as a recpgnized^s^ of tiie quality pf a police organiza- 
tion. Hpwever, all said that they were looking at state accreditation as 
an option for tiie future. The attraction of state accreditation is the 
expectatipn ttiat the state, rather than the local government, would pay 
for the costs. 
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Since we issued our epirlier rej^rt,* we have developed additional inforr 
matipn you requested concerning the qualifications of police.candidates 
since 1982. The new informa^on includes the 

• percentageof candidates who passed and fouled the McCann test (s^ 
flg.y.l);, 

• number of candidates by race who passed/failed the McCann test since 

1982 (see dg.V.2X 

• number of candidates by sex who passed the McCann t^t since 1982 
(see fig. V:3); and \ 

• percentage of recruits graduating and n^^ 
academy (see fig. y.4). 



' D.C. Government; Interim Report on Changes in Police Qualifications (GAO/GGD-90-06FS, Oct 3. 
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giguri V.I; P tfcutey of CandMtt 
Who RMMd ami F«M Iht Hl^ 




YeifclTMini 




l:eO-100ConM . 
Passed: 50-50 Correct 
Msd 

^^ote 1: The p^ing score for the McCahn Test administered in 1982 was 60 correct out of 100. Data are 
• uravaifa^ for how many of those who had scores belp^ 

Note 2: The McCann T^t was not administered in 1984. 

^iote 3: The passing score for the McCannTest was changed to 50 out of 100 beginning with the first 
examination in 1983. ' ^ - 
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Nimibtr of CaiKl^^ 
^^Hk* Who PMsad^^ MeCanri 
f(Mt Sine* 1962 




Note: Candidates who left the "Race'* question blank are listed as "Unknown/ 
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"5 



HgiM y.3: Numl>er of Candidates by Sex 
^WIlo Passed the McCann Test Since 
1982 
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Note: Candidates vyho left the "Gender" question blank are listed as "Not Reported." 
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^Figure y.4: Percentagt of Recruits 
^jQi««iijating/Not Graduating by Year 




. |:DkfNotGfpd»rt> 
, jjjj^B Gradimttd 

Note 1: Data were not available for all training cycles in 1982, j983, and 1984. Data were available for 
only one training cycle inJ983. 

Note 2: "Did not graduate" includes those who resigned from the academy, were terminated for aca- 
demic failure or disciplinary reasons, or for any other reason did not finish the training cycle. 
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GOVERNMENT OF THE DISTRICT OF COLUMBIA 
EXECUTIVE OFFICE. 



OFRCE OF THE CITY ADMINISTRATOR 
DEPUTY MAYOR FOR OPERATIONS 




CAROL 8. THOMPSON 

CITY ADMINISTRATOR 

DEPUTY MAYOR FOR OPERATIONS 

1350 PENNSYLVANIA AVE.iN.W. • RM;507 

WASHINGTON. D.C. 20004 



MAY 16 1^ 



Richard Fogel 
/Assistant. Comptroller General. 
U.S. General AccountUng Office 
441 G Street, NW R«: 3860 
Washington, 'b.C. 20548 ' 

Dear Mr. Fogel: 

In repiy to , your letter dated April 11, 1990, please find 
enclosed the comments bf/the District government to your 
draft report tiitled^ "DC Government: Information on the Police 
Recruit Training Program". Please direct further inquiries 
regarding this matter to Marc D. Loud of my staff at 727-6053. 




'^Cafiy B. Thbmpst 
City ^Admini^tratbr/Dep Mayor 
for Operations 
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D.C. 44 

Memorandum 0 Government of the Diatiict of Columbia 

, Metropolitan Police Department 



TOi Hayor Marlon Barry, Jr. Department* Off ice of the 

- « , • yP^.'^r Agency, Office: Chief of Police 

THRU: Carol B. Ihonpafn^/^ 

City AdaijiiatraMxvI'eputy Mayor 
for Operations I: 

FROM: Chief of Police Date: MAY 4 I8S0 



SUBJECT: Coonents Concerning the U.S. General Accounting Office Draft Report on 
the. Police Recruit Training Program 



The folloving are iny comoients concerning, the draft report, on the 
Police Recruit: Training, Program prepared by the U.S. General 
Accounting^^Office (GAO) for the U.S. House of Representative's 
Subcomnittee on the District of Coluaibia. 

While I take exception to several .of the specif ic comBents made by GAO 
concerning our Police Recruit Trainings Program, as outlined in my 
codaents,ia.'number of their findings parallel ny independent review of 
this program; I particularly agree with' the GAO concern about the 
past lack of dbctimentatibn in recruit training* 

AEPSNDIZ I: Hayi tiim bim c^^ In the PoUce Academy course of 
study and arsdiiric re^nireaents? 

There have- been a nixaber of changes and improvements in the ^Police 
Academy course of study and academic requlrements-since August 1982. 

According. to. the charts provided by GAO, there were periods in 1982 
and 1983 when recruit training classes received minimum ^periods of 
training iwar the 294 hour range cited in the report as the atinimum 
traihing^ during the jmriod. Since that time. However, minimum 
training; periods :have significantly increased. The Police. Academy 
current:iy provides 654 hours (a little over 16 weeks) of recruit 
.training to new. officers. This, training cycle- is down from its 
previous high of 960 hours. (24 weeks). This was accomplished by 
eliminating hon<^essehtial training and three weeks of "adotinistrative 
duties" from, the curriculum. 
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As night he expected, changes in the recruit tridning curricultoi have 
tracked, clumges in the service deoands on the departaent, lavs and 
reg'ulationst and court decisions. Additionally, the department has 
nde f undaaental changes in the^vay in. which recruit officers are 
trained; iJi.is noted in the GAO report, the decentralized 
instructional systea in place, until March 1989 was replaced: with a 
'^teaa teaching** systea* Aaong other benefits, this change 
significantly reduced individual instructor discretion in coursa 
content. 

GAO reported :that the departmuit haa long recognized the serious 
natvure of its prpblens in docuaehting ch^ges in recruit performance 
standards. While the departaent has ouide iaproveaents in recent 
years, acre vork^reaaina to be done .in/this area... 

Several issues concerning the nuaber of exaainations adainistered to 
recruit officer classes were discussed in GAO^s report. 

As might be expected, as the hours of instruction increased, (or 
decreased), so did the number of exaainations administered to recruit 
officers. Additionally, as the number of examinations changed, so did 
the number of examination failures permitted before recomaending 
termination. Except for problems associated^ with documentation, none 
of this.iS' reaarioible.. 

Concerning the issue of a comprehensive, final examination for recruit 
officers, GAO reports- that the, of ficial position of the department is 
that.such.an/exafflination **is hot necessary;** GAO is incorrect; that 
is not-our policy. Comprehensive, examinations were .developed, 
indiscriminately administered, and 'then diacontinuied without sanction 
from the Chief of Police. Pending further evaluation^ the departaent 
has n^t detennin^^ ^iMther th^^ 

AFPENDn n: Sow aany racmit teraiiiatioa racoModmtlMim lum baaa 
disapproved by offidmlm a^e the Slrac^ of TraimiJig Iml? 

Again, as I have previously noted in other areas involved in recruit 
training, improvement is heeded in the documentation associated with 
the termination of recruit officers. Although there were five 
termination recommendations disapproved by the former Chief of Police 
in September 1988,. aa was noted, there have been no recommenlationa 
for academic terainatioiis disapproved since that. time. 

In one case last fall, the Administrative Services* Of ficer 
disapproved a termination recoimDehdation based on physical standards 
(running a given distance within a specified time period). Upon 
^further review of the basis for the standard, the Director of Training 
withdrew the recommendation. 
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A MWDC JXX i Om dam tte MUob Acactegr Milact «d tndn its 

Ihft Moaary.pco^dUted in thB aocurataly. reflects ths 

sslacticn and trainizig of Bolios Acadeov instructors. I wild only 
nets. that thisrpBcooess is pattscnad aftar tha stystn used by the 
F.B.I. in its training of nan i nstru ctocs; 

maoavn Bam coold tfaa Mifccqpolifi Iblioa Di |»rfa M nt grodaad to 
aoqpiisa aocraiHtatlon?^ 

lha GMD rflport accurataly outXinas ona iii^ in ^Mch a nmicipal polioa 
agncy ni9^t;isiaqpiira aocraditatidn; that io, through a pcbcass isidftr 
tha auspioas of the Qandsaion on Aoczaditatioa for Law Ehf orbanmt 
A^oncias, Zhc. .(GKLB^).. The GM3;raport outlines tha QNJSK pcooeas 
occractly; houwarr I disagraa that this is the only appcpadi to the 
natter. 

CXJSK ma astabliahad in 1979 and involvas docunentatlon of 
apiroKimtaly 900 standards ^di covar. virtually avary aspect of a 
pdloa departnint^s qparation. It is bixtNona of a nunter of jpcograns 
that arosa ^from tha mbvmant to inprcm tha ptofaasionalism'of polioa 
offioars throughout this ocuntry. Other poeograos induda an increasad 
«qphasis'ch highur. aducation, both fbr cucrant anplbyeas and futuca 
aiqployaas; polioe officer standards and training (POST) cartifioation 
f or ixidividual dffioersrhigher standards of polioa conduct; aid 
higher anjb^rlaval standards. 

Ohera are approxiaoatjely 17,000. police agencias nationdda; most of 
these police agencies are staffed with few: than 100 enplcyeas. 
Oapartnents of that size have difficulty providing a full range of 
police, service to their odnainities. Additionally, 'these departments 
traditl onally ^have^had.great.difficulty. in develcping meaningful 
written jpolicies and procedures to guide their eoiaoyees. Ibese 
difficultiea esqperiahoed by very^ snail polioa agencies ara.gen^ially 
not shared by large municipal police departments; oonsequehtly>*the 
CAUEA accraditation.prooass is raoch more beneficial to these very 
small agencies than^^tp a large mmicipfld, police departs 

Despite a strong, lobbying effort by (X£K, there is consldarabla 
disagreement within the law enforcement ocraiunity — especially among 
large municipal departnents — conoeming its efficacy. While email 
polioe departments, . in need of significant improvmtfit of their 
written policies^and procedures, have beoome involved in the (X£k 
aocreditaticn process, few major city departanttits have takan this 
approach; (Houston and Oiic^go are the only notable exceptions, as 
far as I know.) 
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(X£k*M philMophical appcoadi appwirs to Im Mmt by iiqpcoving a 
(kpartaNQt's wdttin poIidiMi and {xboaduraf , its nnagmnt oui ba 
liq^cowad. Ihla is iUustratwi by tha w in vhich CfOXK aoxadits a 
poUoa dvartSMOtu lha fizM; cycU of aocraditatim 
itethsr tha dipartoMnt^has adaquata writtan pcooaduras to naat OOZk 
atankzda* It is not until tte saoond ^cla tfaat tha li^plmiiitatiaQ 
of urittan pcooaducas is M saaaad in tacM of tha wb^ in lAiich tha 
dipartBMt; actually opacmtas* 

rxi spita of tfaa pcQblMs nhich hKV« baan outlinad Kith dooMitatlon 
of our ractuit trmining pcogpoM, this dapartntnt has an axtawive 
poUdas and pcooaducas jMnual, vhich w oall our '^Qwacal Qcdacs.^ 
i4r ooQoazn about otff policias aod pcooaducaa is not doouMntatlon, in 
acst instaboaa; that Wa^havv in volmm. 1^ boooam ralatas to tte 
dagcaa to nhidi our sworh mrtacs aca ooydaant of our pcooaducas and 
SollQW thn in.tteir appUcation in '^stcaat'* situations. Ifa naad to 
isirom tha applioatioQ of our polici GKI£Avoald 
not assist xm in tha aaasucanmt of thait prooaas for maxiy yaars. 

Oha GM) raport outlims visits to thcaa poUoa agKicias nhidi havtt 
mx^t^CKUBK mxsMitktSan. ITaywraaiitativas feat thasa dtparbmts 
citad ttaaa banafits: (1 ) dataniranca fcoa liti9ation against tha 
polioa dapartssMt, (2) oontainaint of liability insuranoa ooats, and 
(3) iflvrcK^ dapartniht nanagamnt casultin? fieaa doounwitiation of all 
policias and' pcooaducas'* 

Ttiila thaaa nay hava baan banafits to thosa dapactsoants, I do not faal 

that th^.wiU banaf it this dapartmat: (1) such of tha Utigation 
againat this.dtpeortiBtfit airiaas from aliagations that aatabliahad 
policias and pcooaducas vara not foUowad; (2) thia polioa dapactamt 
is not pcivataly insucad; and (3) our nanagpaoMnt pcoblaaa in this araa 
ralata to tha application of aatabliahad policias and prooaduraa,<not 
thair absanoa. 

OIJ^Wm dikiqoBd to ijiiiccm poliTias afid:pcooaduraa foe polioa 
dapartiBints with significant daficita in thaaa ^ucaas. It is a labor- 
intansiva undactaking, and nbat polioa dapartmts mist idantify a 
cadca of staff to davota to.tha pcooass« Qsnsidacad in tha contaxt of 
all of tha dapartaant'a afforts to davalop a^aoonunity 
BoUcing modal dasighad to addcaas tha i^iacif ic naads of this 
OGnamify, to atam tha tida,.bf dcugs and vidanoa, to inpcore tha 
quality of our staff and inanagemant^ and to ianauca tha dalivacy of a 
high-quality baaic polioa aacvida^ undargoing tha CKZK aoccaditaticn 
pcooaas is not in^tha bast intecast of thia dapartnmt cc tha 
OQonunitv it sacvas. Finally, X should nota that GU£\ (as was notad 
in tha GMO rapoct) will not axamina our xacruit training function in 
isolation -rr tha apparent focus of tha GftD rapoct. 
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As 1M outUiitd, (X£K is burt cm of ssmal auiwwf.a to iapcom 
polios^pcofsssianslifliu l!wr« «r« otfatr in iiiacfa ths qiaUty oC 
tbs dipurtntQt ^ its oHbsrs oan bs ioircrad, and X intvid to pursus 
wmmaX initlativM in ^lis rsgpud: 

(1) Smk to sstabXiA a District of GblnfiU Polios Qffiosc 
Standszds sni Okminin? (I06T) ctetifiostian pcogcui iMdi 
laaold.bs nodslMl sftir othsr stBt»«lsraI 

w In C^Iiftacnis). ilathsr than Jobosing on tbs agpncy, a 
POST pcisgkm fb o u ss s on tbs indivldluia offiosr to snsucs 
tbat tbs offiosr bas tlM xwpilsits Isml of trainingr, 
iidlU, and knoMlsdgs. Su^ a pragtssi wiU^bs dsv^lopsd in 
oonjunctloQ witii Xoosl uoivwsitiss wd/or QboKctiiai of 
tkdvvrsitiss. MditioMUy, I inbind to sxpLTm a xsgiGml 
POST osctificatlon progtsn in oonjunction wlt^ tte 
Mstrdpolitan lAuhingbqa Oauncll of Gtoimmnts^ 

(2) Sssk out pcofsssional ocgsnfaations Itet of fsr 
osctifioation in spscific, q?sciali»sd tfdlls (sudi as 
rscruit txainin? instriK±iidh) so that OMnbazs osn bsdooM 
gsrtifisd in spsctaUzsd arsas^ 

(3) Sssk an agrsmht with a Ibdal univscsity to grant oollsgs 
crsdit for ooqplstion of tbs Polios A5«3s<v. !br those ^ 
witbcui: a oollsgs dsgrss, 'thiji> would sncoura^s rscruit 

of fiosn tx> pursus a obUs^^ 

(4) ' Sssk to iBiccm sntxy-lsvsl standards. As X should outlins 

latsc in thsss ocnmants, tbs Tist Dsvolopmsnt Offica will' 
socplors iMus. 

(5) Sssk to iApDGva tha sducatlon Isval of Offrmt sa|)lGyss8, 
sspscially nsw spploysss. Tbs^skllls mi insights 
assoeiatsdiwiiii a^doUsgs sdueatibnTars jocwasingrly 
ifl^nctant,. sspscially for futurs poUos^nanagars, as tbs 
snvironmetit in which polios opsrats bsoanss^mora oonplax. 

Xtiitlativw in Asccuit ttalnlng 

lAiils tbs dsparbnint has mads inircvsoMnts in our recruit training 
program in recent years, tbsre are several areas which we are 
currenUy giving significant attention: 

(1) Htm ixDsvious discretion of the Director of staining to 

Changs tbs recruit training ourricultn has be^ xdified; sudi 
changes nor tecpiire ooncurrenos by the Adntihistxative 
Servidss Offiow: and appr<ml by the Chief Polios. 

<2) Changss in tbs recruit training curriculum ^re being better 
docunented, a^ is the case with per^csnal actions taken 
during the recruit training process. 
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(3) Ote polici es and pcooedares for recr ui t training axe in tisft 
prooass of being inclnded in ow Genoeal OKdar aysteiu 

(4) ta effort is being aaga toridfantlfy.i ns tx u ct o c s ^to the 
Bolibe hadea^ \ip htem a foqaal oollega !Bdcgrdurid« 

(5) A.laser dlA ridao a^rstm is gpingr to fae tested for use in^ 
recmitrtcainiDg. S^ iioy ctf aaGi^r recruit oCfioaE^ 
wtdi ai '^flhoqt, don't flboQ^ 

and tfaan mwwr goestioos^caaoBrning i^ aaepL This 
systap will also be usod:^ in-jMrvioe training; 

(6) A aiacooQ^atw been ocdared which viU pendt 
t±e ateinixig,AcadaQf:\to ai^^ 

operatiau Many.fdoctiaas tiatiire currently peifdand 
nonuaUy, rsocft^^u reoogds leuMMjaaeiib and test 
adWnistotidn, wiU be.« 

Zh addU.tion to theae eniea^^ a itat Oevelopnant Office is being 
creatad. 1!his:offioe^Will he gtatf^wj it^xHA»lg vtth j^f w^iy^ 
degrees «hb are highly^dcilled and eogperienoed in aaaaurqagit »d 
statistics, pcogm e wilu a ti o ri , and;edaeatlanal training and reeeardu 
The staff will ItIt^ ^ j w ri l ij ui t teiclj^ - _ 

The prisaary focus of this office will be to indidate.and integrate the 
departaint's tcaining and eoialuatioa flystaoiB. Ihe pblioe entry-level 
exanri nation aod antry-leviel staidards wilT emalm to idntify 
tise degree to iihich they pcedict sucoaas in recruit training, later 
success and tamse in the field, and ultlnate socoess'in the 
deoartnentfs career ladder. Sinilarly7 the office Will velidato the 
recruit cfficar acadenic curriculuii and pl^sicalr^dLlls training, as 
>«11 as de teoB i ning tha degree to which tfaiy pcedict later suoons on 
the daparbpnt«. Ihls office will also be responsible for devhalpEnant 
and adninistraticn of ^the promotidnal process and other selection 
pro6e(^2res,;aixA ^ the selecticn of Grade (te petact^^ 

I have takm- affirmative s^^ to achieve these .i ii|ccM a i w iil s, and will 
forward a rapcct. vitdiin 60 concerning our progress in tills area, 
additio n al l y, I am taJdng st^ to' luErove our in-service training for 
officers, and supervisory and managemtnt training for officials. 
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M^jbr ConMbutors to This Fact Sheet 



€teneral Government ^* Ass^stjmt Director, Federal Management Issues 

T\' ' ' TTt • Tyrone D. Mason, Evaiuator-in-Charge 

DlVlSlOiij WasningtX)n, LmieCoUins, staff Evaluator 
P.C. NdsonS. Payne, Jr., Staff Evaluator 

Gregory H. WUmoth, Senior Social Science Analyst 

Marsha A. Matthews, Secretary 
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Request for copies of GAO reports should be sent to: 

VS. General Accounting Office 
Post Office Box 6015 
Gahfaerburg, Maryland 20877 

Telephone 202*275^241 

The first five copies of each report are free. Additional copies are 
$Z0Oeach« 

There lis a 25% diiscount on orders for 100 or more copies mailed to 
single address. 

Orders must be.prepaidby cash.or by check or money order made 
out to the Superintendent of Documents. 




